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THE NEED FOR A COMPREHENSIVE TRAINING PROGRAM WITHIN
CITY OF ATLANTA'S BUREAU OF CORRECTIONS
INTRODUCTION
The Atlanta Bureau of Corrections is legally responsible for en¬
suring the security and care of both men and women ages 17 and over, who
have been sentenced in lieu of payment of fines by the city municipal
courts for violation of city ordinances. These violations most commonly
include creating a turmoil, public loitering, public drunkeness, and minor
traffic violations. Inmates typically serve sentences ranging from 5 to
120 days per conviction, as laborers detailed or assigned to work in vari¬
ous city departments and on the Bureau's farm.
The first facility for housing Atlanta's offenders was built in
1925 and initially called the Atlanta Dairy Farm. This structure is the
only vestige of the prison's early history when "rock quarry labor gangs,"
ball and chain confinement, and "bullet squads" organized for the appre¬
hension of escapees were common place. The City's Bureau of Corrections
had traditionally served as a storage place for social misfits such as
alcoholics, prostitutes, the illiterate, and the destitute.^
In 1972 the Atlanta City Government undertook a total commitment
to meet the challenge of bringing about a progressive criminal justice
^Department of Prison And Farm Annual Report (Atlanta, Georgia;
Atlanta Correctional Center, 1972), p. 7.
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system by reorganizing the City's Prison Department. The old prison
department was placed in the Department of Public Safety, and the name
changed to the Bureau of Corrections. The implementation of rehabilita¬
tion-oriented policies and goals in 1972 required a corresponding re¬
definition of the role and function of correctional personnel. Several
steps were taken to make sure that prison personnel were prepared to
assume the redefined responsibilities. First, timely staff meetings and
administrative conferences were scheduled to assure effective coordina¬
tion and execution of rehabilitative policies and foster productive feed¬
back. Some of the officers were able to attend a course offered by Georgia
State University's Criminal Justice Department. The course stressed the
development in correctional officers of attitudes and behavior patterns
consistent with their supportive roles. The Bureau's efforts to obtain
meaningful programs for inmates is handicapped by the problems of ineffi¬
cient utilization of correctional officers, personnel turnovers, and the
4
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lack of adequate training for its officers.'^
Although job status and working conditions have improved somewhat
since the early 1950's, employee turnover remains a critical problem.
Limited opportunities for advancement and low salaries are serious ob¬
stacles in the retention and recruitment of highly qualified people.
Most of the officers who resigned over the past three years have been
able to secure positions with other correctional agencies. About half
of these are with the federal corrections facility in Atlanta.
Conditions for inmates at the Atlanta Bureau of Corrections are
deplorable but are showing signs of improvement. In the early years
2lbid.
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of the prison farm facilities were segregated, and there were no black
corrections officers. The harder job assignments on the farm were given
to black inmates while certain groups of white inmates received easier,
or what were considered choice job assignments such as food serving,
laundry service and in many cases supervision of other inmates.
In the past,officers only reported for duty and had all of their
day to day duties carried out by a prisoner who was referred to as a
"house boy." This inmate kept records, made job assignments, and even
made recommendations as to in-house punishment. Along with these duties
the "house boy" controlled illegal gambling, the flow of contraband and
often times served as the go-between or pay-off person for other correc¬
tions officers. There were two "house boys," one white and one black,
since the living situations were segregated. Correctional personnel
during this period were referred to as guards, but to many of the inmates,
they were "gods."
The most severe punishment at the early facility was isolation,
often called the "hole." The hole was a 7’x4* rectangular shaped cement
closet with no windows, with room for a single sleeping cot and a toilet
bowl. Over the ceiling of the hole were the heating pipes from the boiler
that heated the facility and furnished power for the prison's kitchen.
The officers or guards had the authority to place any inmate in the hole
for as long as he wanted to leave him there and without the benefit of a
O
hearing to determine whether the action was warranted.
^Ibid.
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These conditions persisted until 1970, even though civil rights
legislation barring segregation had been in existence for seven years.
The prison administrator at the time, said that he would leave it up to
the inmates to choose where they wanted to stay while serving their sen¬
tences. They had one of two choices,"A" cell block or "B" cell block.
When given the option, all whites chose to go to "A" cell block and
blacks chose "B" cell block which was the same as it always was. They
knew it would be safer for them if they surrounded themselves with their
own race.
The Atlanta Prison Farm cost the City of Atlanta very little in
operational funds. They grew their own food on 450 acres of land, tended
a cattle herd, a swine herd, and operated a canning plant. Foods that
were harvested fresh from the fields were canned to be consumed at later
dates. Housing accommodations were provided for the guards on the property
and no rent was paid. These guards were able to get free food, free lodg¬
ing for themselves and their families, in addition to their salaries from
the city. Usually, when there were other items to be purchased a requi¬
sition was submitted and the city picked up the tab for everything from
gasoline to toilet tissue. This method of operation flourished until
1965 when housing arrangements for guards were discontinued. There are
rumors today that some officers are still able to steal many items from
the City's Bureau of Corrections with the sanctions of the administrator.
Presently, the Atlanta Bureau of Correctional Services is responsi¬
ble for the custody and court-directed movement of all adults arrested
for crimes committed in Atlanta, as well as, the custody of rehabilitation
of all adult offenders convicted of violating City of Atlanta Ordinances
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and sentenced by the Municipal Court of Atlanta. The Bureau consists of
two units, the correctional center and the jail division; both are orga¬
nizationally located within the Department of Public Safety.^ (See
organization chart, Appendix I)
TRAINING PROGRAMS
In 1972, the Crime Analysis Team for the City of Atlanta and the
Atlanta Bureau of Corrections Administration set out to establish goals
and objectives for the Corrections Bureau. After conducting research
and doing lengthy investigations, the following goals were established:
1. To provide a humane setting for those persons requiring in¬
carceration which ensures both inmate safety and public
protection.
2. To upgrade the quality of services and institute structural
improvements in existing detention facilities to meet projec¬
ted inmate needs over a short term period.
3. To replace antiquated detention and sentencing facilities
with efficient, centrally-located institutions.
4. To substantially improve the efficiency and effectiveness
of the correctional component of the criminal justice system.
5. To acquire and develop specialized personnel to enhance sup¬
portive services and to develop and improve facilitative
roles and skills of correctional officers.
6. To develop valid diagnostic instruments to identify appro¬
priate offender sentencing and treatment patterns.
7. To reduce the City Jail population and municipal caseload
by 50% of current levels, to continue to reduce public drunk
arrests by 50-75% compared to current levels.
8. To improve the data processing system as it applies to the
Bureau of Corrections, to make it more adequate and timely.
^Research Document On The Bureau of Corrections (Atlanta, Georgia
Crime Analysis Team, 1977), p. 165.
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9. To raise recruiting standards for correctional officers,
provide educational incentives, increase entry-level
salaries, expand pre-trial and in-service training and im¬
prove career mobility and working conditions for Bureau of
Correctional Services personnel.^
The Bureau of Correctional Services personnel is recruited
through the City's Civil Service System. Consequently, all entry-level
and promotional requirements, as well as grievances and disciplinary pro¬
cedures, are governed by the City of Atlanta.
There are no state or city mandated minimum qualifications for
detention or correctional officers. The City Bureau of Personnel,in con¬
junction with the Bureau of Correctional Services, has delineated the
following items as minimum requirements for applicants;
1. 21 years of age
2. graduation from high school or GED certificate
3. possession of valid Georgia driver's license
4. demonstration of learning, coping, oral and written
communicative abilities
5. one year of job related experience
6. be of general good health^
The Bureau of Correctional Services staff is distributed among
five divisions and two institutional settings. The Bureau is headed by
a director who is assisted by only one deputy director who is in charge
of personnel and training.
Listed below is a race/sex ratio of the Atlanta Bureau of Correc¬














Cashier I (CETA) 1
Automotive Mech. Sup. 1
Equip. Optr. II 1
Bldg. Maint. Mech. I 1
Bldg. Maint. Mech. II 1
Bldg. Maint. Mech. I 2
(CETA)
Work Exp. Aide I (CETA) 1






Correction Officer I 43 16 11 6 7
CO (CETA) 25 8 1 5
CO II 5 2 1 1 2
CO III 1 1 2
CO IV
Admin. Asst. II 1
Farm Manager 1












Totals 90 48 22 10 18
To date there has been no formalized schedule of pre-service or
in-service training sessions. However, a 200-hour curriculum was proposed
8
and developed for use as a pre-service training course by the Bureau of
Correctional Services' Division of Personnel. The course was to be imple¬
mented in December, 1977; however, it did not materialize.
In contrast to the Atlanta Bureau of Corrections, the Federal Pri¬
son System began when President Hoover signed into law the act creating
the Federal Bureau of Prisons on May 14, 1930. The Federal Prison System
consisted of an institution for women, three penitentiaries, an institu¬
tion for development-youth, and a detention facility, all operating auto¬
nomously.
These six facilities had a combined population of 12,300, consid¬
erably above their 7,400 capacity. These were little more than human
warehouses. Federal prisons came close to meeting the standards of the
19th century warden who thought that prisons should be terrifying, dark,
and. comfortless abodes of guilt and wretchedness. The inmates had limited
options: elementary schooling, considerable farm or maintenance work to
keep offenders busy in order to decrease costs,and religious services
g
conducted by the prison's chaplains.
The guards made $1,680 per year plus their meals. They had to
buy their own uniforms including a night stick. There was no training,
9
new employees were taken to their posts and left to their own devices.
Today, the Federal Prison System has grown to 50 correctional in¬
stitutions including 16 halfway houses for an inmate population of 23,000
8
Norman A. Carlson, "The Federal Prison System Forty-Five Years
Of Change," Federal Prison System Student's Manual;'Introduction To




men and women. They are serviced by a staff of 8,000 employees who re¬
ceive 375,000 man hours of training each year at two staff training cen¬
ters. The correctional officers are now armed with some skills in coun¬
seling and human relations rather than the night stick.
Presently, the Objectives of the Criminal Justice System are to:
1. Remove dangerous people from the community through proper
detention, investigation, and apprehension procedures
2. To deter others from criminal behavior through speedy trial,
proper sentencing, and appropriate incarceration procedures
3. To provide an opportunity and setting to rehabilitate the
offenders through humane correctional institutions and indi¬
vidualized institution classification and programming tech¬
niques .
It is the policy of the Federal Prison Service to improve opera¬
tions by providing a program of continuous employee performance evalua¬
tion. This program will give employees the opportunity to improve their
performance, increase the efficiency and economy of operations, foster
good employee morale, and strengthen supervisory-employee relationships.
Performance evaluations are used by management and employees to:
1. Help improve individual performance
2. Strengthen supervisor-employee relationships
3. Identify and inform employees of work standards and
requirements
4. Recognize employee accomplishments and good work
5. Recognize and correct work deficiencies
6. Guide personnel actions such as pay increases, promotions,
demotions and removals





In 1967, the President's Commission on Law Enforcement and Adminis¬
tration of Justice Identified the following problem areas in the Criminal
Justice System.
1. The need for more training and education for all correctional
personnel
2. Diagnostic services - more personnel available for testing
evaluation, psychiatric and psychological consultation, etc.,
for all criminal justice agencies
3. Better detention facilities - especially for juveniles
4. More special services - vocational rehabilitation, group
services, halfway houses, etc.
5. Diversification - need for special kinds of physical facilities
and programs to meet different needs (mentally ill, physically
infirm, etc.)
6. Regionalization and relocation of institutions to do the most
effective job
7. Statistical system - need for more coordinated, centralized,
accurate information
8. Presentence reports - need for more and better use of such
reports
9. More research into the causes of deviant behavior and into the
effectiveness of various treatment programs10.Improvement of adult services in the following areas:
a. More uniformity ir legal codes
b. Creation pf family district courts
c. Creation of youth authorities
d. Legislation permitting youthful offender programs
e. Establish and improve police juvenile bureaus
f. Elimination of political influence in appointments of
correctional and other criminal justice personnel
g. Create commissions for planning in adult corrections
h. State-citizen action programs for non-partisan interest.
Upgrading staff through recruitment and training has improved and






work with offenders in institutions as well as in community programs
obviously have the most contact with, and the most important impact on,
offenders in their charge. Staff members, particularly line staff must
be trained in modern correctional and psychological techniques for the
most effective handling of inmates. Further, more attention should be
paid to career mobility and job enrichment to insure that staff are moti¬
vated to accept the challenges of their assignments.^^
A model training program for correctional officers is the Cook
County Program in Chicago, Illinois. The training program was funded
for one year with two eighteen-month extensions by a Law Enforcement
Assistance Agency Grant. During the period of operations the project
initiated a wide spectrum of training that included the following compo¬
nents:
1. Training in applied psychology, human behavior, law, community
resources, and the criminal justice system for probation offi¬
cers and corrections officers.
2. Three-day training programs in interpersonal relations, commu¬
nication skills, and courtroom procedure for sheriff's court
services deputies.
3. An orientation program given to the clerks of the circuit court.
4. Human relations programs for clerks and supervisors of the
circuit court.
5. Organizational development seminars for supervisory personnel
in the Sheriff's office, the Office of the Clerk and the De¬
partment of Adult Probation.
6. Spanish for Corrections and Court Services Deputies in the
Sheriff's Court Services Department.
7. Human relations training and small group process training for
juvenile detention officers.
l%orman Johnson, Leonard Savitz, and Marvin E. Wolfgang, The
Sociology Of Punishment And Correction, (New York: John Wiley and Sons,
Inc., 1970), p. 419.
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8. Family systems intervention seminars for adult and juvenile
probation officers.
9. Systemwide institutes on "Communication and Cooperation" for
personnel from all the major criminal justice agencies in
Cook County.
The Cook County Department of Corrections^ at the time the project
was initiated^mployed approximately 800 corrections officers. Prior to
the establishment of the project^ the training at the department was
minimal.
A diagnostic evaluation to determine specific training needs at
the department was accomplished by interviewing the potential trainees.
In addition to the interviews, each trainee was requested to complete a
questionnaire specifically designed for the project. The data obtained
included information on the trainee's educational and professional back¬
ground and goals, short and long range training needs, preferred learning
format, length of training, sites, etc. The employment counselors sub¬
mitted both objective data and impressions of training needs which proved
18crucial in the process of program design and curriculum development.
As a result of the need assessment, it was determined that the pro¬
gram for the line officers would be a comprehensive training package that
would touch all facets of the officer's performance. The correctional
officer curriculum consisted of seven modules. These were:
1. The Law and The Correctional Officer
2. The Process of Corrections
Gad J. Bensinger, "Training For Criminal Justice Personnel: A





3. Communication Skills For Corrections Officers
4. The Role and Function of the Corrections Officers
5. Understanding Human Behavior
6. The Criminal Justice System and Corrections
7. The Correctional Officer in an Urban Setting.
The corrections training program did much to raise the morale of
the criminal justice personnel, giving them a new sense of professional¬
ism and pride in their work. Any manpower training development program
must continually be reinforced and built upon, which is what Cook County
is doing.
The Cook County Training Program is an excellent model, and it is
influencing the training of correctional personnel across the country.
Also,the Law Enforcement Assistance Agency,by making federal money avail¬
able,has had a tremendous effect on training programs in jails nationally.
The State of Florida»was able to improve their training program for correc¬
tional officers by funds received from LEAA. Training has paid off in the
State of Florida according to Department of Rehabilitation Staff Develop¬
ment Administrator, Phil Shuford, who heads the Department of Offender
Rehabilitation training efforts. "I can see a big difference in the offi¬
cers when they come back from the institute in terms of their job perfor¬
mance, interest, and attitude toward their work." The institute is the
new state training facility at Lake City,Florida. The staff includes four
training specialists who teach 160 hours of in-service correctional courses.
This program works in conjunction with the Lake City Community College which






This has allowed for further college training being pursued by correc-
21
tional officers.
The Florida Department of Offender Rehabilitation is teaching the
same material throughout Florida to state, county, and city correctional
officers. So far, the Department of Rehabilitation has issued certificates
of training to 1,375 officers and seventeen community and junior colleges
have been accredited by the State Council to train corrections officers.
In comparison, the Cook County Training Program for Correctional
officers provides for pre-service training, and continued in-service
training; it is an ideal model for any corrections program. The Federal
Prison System provides a twelve-month training program with the first two
weeks of training at the Federal Training Center and the other fifty weeks
are spent rotating from one post or work area to another at an assigned
corrections facility. There is periodical in-service training in communi¬
cations and interpersonal relations. Florida is still in the process of
developing a comprehensive training program; however, they have made con¬
siderable gains in the area of correctional training. On the other hand,
the City of Atlanta's Bureau of Corrections is still operating like
prisons did in the 1930's; the correctional officer is just assigned a
job with no previous training nor in-service training.
21
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WEAKNESSES OF THE ATLANTA BUREAU OF CORRECTIONS
There are many problems faced by the Atlanta Bureau of Corrections;
some of those identified during the course of this inquiry are;
1. Corrections officers should be paid salaries comparable to
police and fireworkers.
2. Qualifications for employment are set at the state level.
There are no standards established by the Georgia General
Assembly which regulate minimal criteria for detention officers.
3. There is no formalized policy for in-service training. The
two hundred-hour pre-service curriculum developed through
the Personnel Division of the Bureau of Corrections Services,
which has never been implemented, is inadequate and already
out of date. It does not provide for the comprehensive
training that is needed by officers.
4. There is no law enforcement personnel assigned to the correc¬
tions staff. Corrections personnel is responsible for all
activities, including programming.
5. Correction officers hired under the Comprehensive Employment
Training Act Program account for about 38% of all first line
custodial personnel at the jail and nearly 32% of authorized
strength bureau-Wide. Although this program has produced some
excellent officers, there are some inherent weaknesses which
detract from its desirability as a source of correctional man¬
power. CETA encourages the employment of underskilled persons
and the development of needed abilities on the job. Limited
training and supervisory staff coupled with the security and
safety concerns intrinsic to a detention setting make this
concept unworkable.
6. There is an acute shortage of permanent supervisory positions.
This has resulted in the creation of 17 acting supervisory
level positions, and these appointments are not promotions
since incumbents are assigned positions on a temporary basis.
These weaknesses were identified as problems at the Atlanta Bureau
of Corrections, and they are directly related to operating the prison.
These problems exist because of the errors that have been made in planning
and implementing programs at the Bureau of Corrections; alsc^ the day to
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day functions of the jail are in conflict with the goals and objectives
that were developed when the Bureau emerged.
PROPOSED METHOD OF TRAINING PERSONNEL
Historically, jails, prisons, and other agencies of criminal jus¬
tice systems have had problems recruiting and retaining personnel for a
number of reasons. Low salary scales and unattractive working conditions
make it difficult for jails to compete in the labor market with local in¬
dustries. In the majority of jails, starting salaries are under $6,000.00
per year. Jail and workhouse personnel are poorly paid, enjoy little status
and are generally required to have little education; the same is true of




The Atlanta Civil Service Department should continue to assist
with the testing of personnel, but the jail administrator should do the
interviewing for all positions. Walk in applicants should be used as a
source of personnel. Although the city personnel office may supply job
information, the Bureau of Corrections Administrator should make provi¬
sions for meeting prospective applicants, answering their questions and
supplying them with applications.
23
Nick Pappas, The Jail; Its Operation and Management, CWaupun,
Wisconsin: United States Bureau Of Prisons, 1977), pp. 122-129.
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Recruitment at high schools and colleges is a valuable source of
personnel for jobs requiring little experience. High school counselors*
and college placement officers especially, can advise students of careers
in law enforcement and correctional work. The Director of the Bureau of
Correctional Services should make personal contracts, especially with
placement directors at the local colleges and high schools and clearly
describe the jobs available and supply informational materials to the
placement directors in order that they may be adequately prepared to dis¬
cuss correctional work with students. Career Days provide an opportunity
for discussing and advertising job opportunities with interested students.
Evaluating and Selecting Applicants
A formal written examination will be given to all applicants. The
written test will be followed by a personal interview at which time the
Director should attempt to determine each applicant’s interest and his
effectiveness in working with people, his probable reactions to stress
and crisis, his ability to give and take orders, his attitude toward
prisoners and his views on the need to punish persons who commit crimes.
The educational background should be reviewed for each applicant.
All personnel should have some training in corrections, criminology or
one of the behavioral sciences.
Once selected for employment, each trainee should have a probation
period of one year in order for his/her performance and training to be
evaluated.
There should be a one-week orientation period where the new employee
has time to read policies and procedures for operating the jail, working
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hours, employee relations, etc. This week should not be spent at the
jail. This orientation period should be followed by pre-service train¬
ing. This program should include the following subject areas:
1. Interpersonal communications to give prospective employees
some insight into problem-solving techniques and how they
are to relate to the inmate or residents with whom they
are to work.
2. The Law and the corrections officer should be taught in an
effort to make prospective officers aware of what their
rights are and what the legal rights of inmates are.
3. The corrections officer in an urban setting, since many of
the offenders reside in the metropolitan Atlanta area and
are quite urban and sophisticated. The officer should be
prepared to handle problems that exist in big cities.
In-Service Training
The in-service segment of the training program should be conducted
at least once a year for all officers. The training process should extend
for a period of approximately two weeks. Included should be a review of
correctional policies that summarize statements relevant to employee con¬
duct and responsibility. Also emphasis should be placed on new policies
as well as outmoded ones. The area of training. Coping With Stress, should
be offered to all officers as an avenue to release frustration since the
nature of their work puts them in very stressful situations each day.
Every day when he is locked up inside the correction facility, his life is
at stake. This in-service training should also include modern trends in
intake, evaluation, control of contraband and supervisory methods since
the training program will be used to upgrade skills of all officers. Per¬
sonnel often become rusty and develop poor habits; training calls atten¬
tion to proper procedures and makes employees aware of their mistakes.
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The Director of the Bureau of Corrections Services should,on occa¬
sions introduce new methods and procedures. The training program is
the most effective means of orienting employees to their use. Although
it is possible to pass on information on new procedures by bulletins or
during brief sessions before shift changes, these are not efficient or
effective methods. A training program should not be a one-time event
instituted to achieve a short-range goal and then abandoned. An on-going
training program develops'.a staff that is accustomed to training, able to
profit from the experience, and prepared to learn new methods and techniques.
An adequate training record should be maintained for each employee
indicating the programs in which he/she has participated. The record
should show how well the officer performed; for example, his level and
degree of participation and his test scores.
The immediate objective of training is to improve the performance
of individuals in an organization. The end goal is the building of an
effective organization. To achieve this goal requires a formal, well
organized training program. The Director of the Bureau of Corrections
cannot rely on an orientation and casual on-the-job training sessions to
produce competent employees.
INCORPORATION OF THE PROPOSED METHOD OF TRAINING
IN THE BUREAU OF CORRECTIONS
A comprehensive training program for correctional officers within
the City of Atlanta's Bureau of Corrections would improve conditions at
the correctional facility for inmates by adequately providing for their
medical, psychological, social, educational, and vocational needs. In
20
incorporating the training program, I would recommend;
1. That Civil Service status for the Bureau of Corrections be
maintained.
2. That all officers be required to participate in a pre-employment
workshop that would equip them with the basic interpersonal
communication techniques to help incarcerated offenders solve
their problems.
3. That persons who are charged with the responsibility of direc¬
ting and overseeing programs be certified in the area that
they are to work.
4. That better salaries be offered in an effort to attract pro¬
fessional personnel in the field of corrections.
5. The establishment of a Citizen Advisory Committee to evaluate
and monitor the effectiveness of over-all programming.
6. That all officers, prior to employment, have at least an asso¬
ciate degree in one of the behavioral sciences or criminal
justice.
7. The sponsoring of annual retraining classes for all personnel
to ensure that modern techniques and practices are being utilized.
8. That the programs be evaluated annually for the first three
years of operation and every three years thereafter.
9. That CETA as a source of line personnel be discontinued.
10. That all active supervisory positions be rescinded in favor of
permanent ones.
11. The development of a job-related validated selection and promo¬
tion system.
In conclusion, the City of Atlanta is one of the most famous cities
in the south, and most of its elected officials feel that it is on the
threshold of becoming an international city; therefore, it is imperative
to make progressive changes in its correctional system. The surest way to
increase the efficiency of the corrections system is to improve the quality
of personnel. If the system is to improve,then the people working in it
must be upgraded abd professionalized.
APPENDIX I
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